This paper reports on how decision-makers' personal characteristics and organisational characteristics can influence the screening of immigrant professionals during the recruitment and selection process. The sample consisted of 220 decision-makers in the engineering industry working in New South Wales, Australia. The results show White/Anglo Australian decision-makers had more suitability concerns of ethnic migrant candidates during the recruitment and selection process than decision-makers of other ethnicities. However, this was moderated by organisational characteristics of size and clientele. Decision-makers in larger organisations and a diverse ethnic client base showed less suitability concerns of migrant candidates during the recruitment and selection process. 
INTRODUCTION
In Australia, the Skill Stream based immigration policy is designed by the government to target industries or occupations that experience skills shortages. Due to the skill migration program, there are increasing numbers of skilled ethnic minority migrant candidates applying for jobs in the skill shortage industries such as engineering, mining, information and communications technology, science, health and education (Department of Education, Employment and Workplace Relations 2013). The immigration policy requires that skilled immigrants meet a range of rigorous eligibility requirements, including designated qualifications, work experience, English language ability, age, health and criminal record checks, before they are approved for permanent residency in Australia (Bahn 2014 ). Yet, despite meeting these requirements, research indicates that permanent skilled immigrants in Australia remain underutilised in the labour market (Mahmud, Alam and Härtel 2008; Productivity Commission 2006) .
Researchers have examined how various factors from the immigrants' perspective have contributed to the immigrant skill shortage issue. These factors include immigrants' language, name, religion and style of clothing (Al Ariss 2010; Hebbani and Colic-Peisker 2012; Kostenko, Harris and Zhao 2012; Massey and Parr 2012) ; immigrants' lack of locationspecific knowledge (Aure 2012; Blythe et al. 2009; Groutsis and Arnold 2012; Hebbani and Colic-Peisker 2012) ; and the transferability of skills (Kostenko, Harris and Zhao 2012) .
However little research have been conducted on factors that could contribute from the employers'perspective. Immigrant skill underutilisation may be attributed to the complexities decision makers face in the changing demographic nature of the candidates applying for jobs in Australia.
This paper attempts to address how employer factors such as decision makers' personal characteristics and organisational characteristics can influence the screening of immigrant engineering professionals during the recruitment process in New South Wales (NSW), Australia. A five-point Likert scale survey questionnaire was administered to 220 decision makers in the engineering industry working in New South Wales, Australia. In the next section we expand on the skill underutilisation problem and then examine the causes of immigrant's skill underutilisation. Next, we explain how the decision maker and organisational characteristics could influence the screening process of immigrants and develop appropriate hypotheses. This discussion is followed by the research method section, results and discussion sections. Finally, we conclude the paper by highlighting future research directions.
IMMIGRANT SKILL UNDERUTILISATION
For migrants whose cultural background closely matches that of the host culture (positive fit), integration into the workplace is much easier than it is for those who experience negative fit (Sharplin 2009 ). Migrants from non-English speaking backgrounds are most likely to experience problems with fit in English speaking countries (Almeida et al 2015) . However, even those migrants from English speaking countries where the culture is quite different to that of the host country (e.g. Singapore, Zimbabwe) face issues with fit in the workplace (Sharplin 2009 ). As a result, immigrant skill utilisation tends to be poorer than it is for local workers. Specifically, non-Western migrants in Australia are more likely than Western migrants to enter jobs that underutilise their skills and to slide down the occupational skill scale, thus are less likely to retain higher level positions (Kostenko, Harris and Zhao 2012) .
Employers assess how well new employees fit into their organisation and the extent of fit between potential employee's value system with that of the values and beliefs of the organisation. This is because employers consider it is more difficult to change the attitudes and values of candidates (which are embedded in the individual) compared to the skills and experiences that can be imparted through training. That is, cultural fit and value congruence between employees and the organisation are predictors of job performance (Bowen, Ledford and Nathan 1991) . Furthermore, the person organisation fit has been given more emphasis than the ability of the applicant to perform in a job (Rudman 1999) .
CAUSES OF IMMIGRANT SKILL UNDERUTILISATION
Skill underutilisation occurs due to several factors. First is discrimination in the workplace due to language, name, religion and style of clothing (Al Ariss 2010; Hebbani and Colic-Peisker 2012; Kostenko, Harris and Zhao 2012; Massey and Parr 2012) . Visible migrants such as people of colour residing within predominantly White/Anglo-Celtic countries are often denied employment opportunities for which they are appropriately experienced and qualified due their race or ethnicity (Danso 2009 ). However, Muslim immigrants in Australia were not discriminated against in the employment market on the basis of their religion, suggesting other factors at play in the skill underutilisation of migrants (Fozdar 2011).
Second, lack of location-specific knowledge leads to immigrant skill underutilisation.
Access to accurate information about the host country and labour market employment opportunities allow skilled migrants to plan how they will re-establish themselves in their profession post-migration (Blythe et al. 2009 ). More importantly, location specific professional community-based knowledge is a key factor in the development of non-migrant social networks (Aure 2012; Blythe et al. 2009; Groutsis and Arnold 2012; Hebbani and Colic-Peisker 2012) . This local knowledge is mediated by proficiency in the dominant language of the host country, with poorer skills in the host-country language being associated with lower skilled employment outcomes (Aure 2012; Blythe et al. 2009; Hebbani and ColicPeisker 2012; Kostenko, Harris and Zhao 2012) .
Third, employer acceptance of migrant experience appears to be moderated by the context of employment. Specifically, migrants in high-tech industries are more quickly employed, and in roles that better match their skills, than those in more regulated occupations such as accounting and nursing. This is possibly due to the perceived transferability of migrants skills and lower institutional barriers present in high-tech industries (Hall and Sadouzai 2010). Thus, skills appear to not be perfectly transferable across countries and cultures. The transferability of skills is affected by the cultural and social backgrounds of migrants (Kostenko, Harris and Zhao 2012) .
The causes of skill underutilisation have mostly been researched from the immigrant applicants' perspective. Little research has been conducted to examine how the employer factors such as decision-makers' personal traits and organisational characteristics can influence the utilisation of the skilled permanent migrants.
DECISION MAKER AND ORGANISATION BASED CHARACTERISTICS

Race of Decision makers
Studies show that race has an influence on decision-making. Hosoda et al. (2012) found US recruitment decision makers perceived individuals from ethnicities with different accents (e.g. Mexican-Spanish) as less competent to perform a job. Another US based study found that promotion decisions by heterogeneous decision maker panels of diverse races were more beneficial to female applicants but were disadvantageous to African American and Hispanic male applicants (Powell and Butterfield 2002) . Compared to homogeneous teams, decision makers of diverse teams have been found to prefer candidates of different ethnicities to them (Nielsen and Nielsen 2010) . And decision makers seeking to enhance power or authority have been found to discriminate on ethnicity, and consciously stereotype candidates (Powell and Butterfield 2002; Chernesky 2008) .
Historically, racist behaviour in the Australian society has been attributed mainly to the physical, cultural and other differences between people that then result in behaviour exhibiting domination, exclusion, exploitation and inequality (Cowlishaw 1986 ). Non-whites were commonly regarded as immoral, inferior and a threat to the working class living standards. This thesis was supported by major political parties, the media, the church, the official union movement and the employers. Consequently the state parliaments of Victoria, New South Wales, Queensland and Western Australia passed anti-Chinese immigration legislation in the late 1880s. In 1893, the New South Wales Premier extended the Chinese exclusion to 'all the coloured persons on earth'. In 1901, the first Federal Government of Australia introduced the Immigration Restriction Act, also known as the White Australia Policy (Tierney 1996) . Thus Australian immigration was initially planned on monocultural lines as successive Australian governments considered the Anglo-Australian society to be superior. But after the Second World War, in the sixties and the seventies, due to the constant threat of invasion by its neighbours in the Asia Pacific region, Australia was forced to adopt integration based migration policies (Teicher, Shah and Griffin 2002) . A labour government in 1972 formally ended the White Australia policy and declared future immigration policies would ignore race, ethnicity, religious or cultural background. The Australian immigration policies then saw the emergence of multiculturalism which coincided with Asian immigration (Withers 1991) . Consequently, more by default than design, the Australian society became a multicultural society and yet pursued assimilation policies on immigrant settlement (Collins, 1988) . New immigrants from non Anglo-Saxon groups were expected to become similar to the Anglo-Australians' lifestyle, speech and attire. Theoretically, this behaviour can be explained by the 'similarity attraction paradigm', 'homophily effect' or 'similarity effect' (Almeida et al 2015; Ajzen 1974; Devendorf and Highhouse 2008) . The similarity effect explains that if a person has similarities with another, feelings of attraction and favour will be attributed to that person (Byrne 1971; Montoya and Horton 2012) . Therefore it is likely that the race of decision makers in the Australian context has an impact on the recruitment and selection outcome. Thus, we posit that: 
Age of Decision makers
Existing research supports a correlation between older age and prejudice or stereotypical bias (Gonsalkorale, Sherman and Klauer 2009; Stewart, von Hippel and Radvansky 2009; Von Hippel, Radvansky and Copeland 2008) . For example, Gonsalkorale, Sherman and Klauer (2009) suggest that older people have more difficulty supressing bias associations through an inhibitory process deficit. Research provides strong evidence that controlled inhibitory processes are impaired in old age (Connelly, Hasher and Zacks 1991) . Further research conducted by Stewart, von Hippel and Radvansky (2009) outline that rather than having stronger prejudicial associations, older people have more difficulty halting their automatic bias responses. This phenomenon goes beyond the individual's willingness to express prejudice (Stewart, von Hippel and Radvansky 2009) . The relationship between age and prejudicial attitudes is not completely understood, although there is undeniably a discrepancy (Stewart, von Hippel and Radvansky 2009 ).
Several factors contribute to the commonly held belief that older adults are generally more prejudiced than younger adults. This is often interpreted due to older adults growing up in a less tolerant era, reflecting a generation gap (Gonsalkorale, Sherman and Klauer 2009).
Thus, as older individuals grew up in a time where prejudiced attitudes towards ethnic minorities was commonly more accepted (Stewart, von Hippel and Radvansky 2009 ), the individual is simply a product of generational conditioning in which the expression of ambivalence or resentment towards ethnic minority groups was socially accepted or rewarded.
With these theories in consideration, Gonsalkorale, Sherman and Klauer (2009) suggest that the generation related differences in implicit racial prejudice arise from a difference in the ability for older and younger adults to regulate automatically activated associations. They support this claim with cross sectional evidence that as a person ages it becomes harder to overcome the expression of bias and execute self-regulatory processes. However, these findings may be mediated by inhibitions caused by the self-reporting nature of these surveys (Gonsalkorale, Sherman and Klauer 2009). Similarly to the decline in selfregulatory control that may become more apparent with age, personality also seems to exhibit differences across age groups. Aging is associated with a decline in many cognitive abilities including working memory, inductive reasoning and processing speed (Singer et al. 2003) .
But it also appears to lead to changes in personality traits (Allemand, Zimprich and Hertzog 2007; Donnellan and Lucas 2008) . Extraversion and neuroticism for instance have been shown to decline with age in a longitudinal study (Mroczek and Spiro 2003) . Similarly 'openness to experience' has also been shown to decline significantly with age as described in a meta-analysis on aging personality by Roberts, Walton and Viechtbauer (2006) . These authors also state that social dominance increases with age between the ages of 20 to 40, leading to more discriminatory beliefs towards social minority groups.
The results of these studies are supported by recent research by Jackson et al. (2012) who showed a significant relationship between openness to experience cognitive ability as the result of a cognitive training program conducted on an older demographic. Earlier, Sharp et al (2010) found the same relationship between openness to experience and higher cognitive ability. In addition to these findings, it has been shown that individuals high in openness may experience less cognitive loss with age (Gregory, Nettelbeck and Wilson 2010). It therefore states to reason that as individuals age, intellectual cognitive abilities decline and so does the trait openness to experience and the ability to enjoy broad intellectually stimulating activity.
As individuals high in openness to experience typically engage less in prejudiced assumptions and are lower in right wing authoritarianism, the decline in openness to experience and cognitive ability with age supports the notion that there are generational gaps in attitudinal beliefs towards cultural minorities. Thus we posit that: 
Organisational Size and Ethnic Diversity of Client base
The effect of race on decision-making may be mitigated by diversity. White participants in a jury duty study have less prejudicial behaviours when placed in diverse groups rather than in all white groups (Sommers 2006 ). Sommers (2006) 
Risk taking propensity as an influence on decision-making
Risk taking propensity may also interact with decision-making. Risk taking behaviour has been shown to increase as a result of cross-race rejection (Jamieson et al. 2012) . While hypotheses 1, 2 and 5 examine characteristics of decision makers during the recruitment selection phase, hypotheses 3 and 4 examine organisational characteristics.
RESEARCH METHOD
Sample and Data Collection
This research is part of a larger project investigating the NSW decision maker characteristics and organisational characteristics and its influence on the perceptions of the migrant applicants during the recruitment process in Engineering, IT and accounting professions. This paper focuses on the engineering group of permanent skilled migrants. In 2011-12, the Skill Stream generated the majority of the migration program with 125,755 places compared to 58,604 in the Family Stream (DIC, 2013), and is a key policy strategy to address skill underutilisation in Australia.
Data was collected via online and postal mail from respondents in two databases.
First, we purchased a database of emails from Impact Lists of the engineering professionals in NSW. A mass email invitation was sent in August 2013 to 1000 decision makers in the engineering industry from which 177 emails were returned with 30 unsubscribed. The number of completed surveys was 113 with 14 missing data surveys. The online survey was mostly completed by decision makers from larger companies. This may be due to the fact that emails may be more readily available for decision makers in larger organisations than decision makers in the smaller organisations. Second, via postal mail, we reached 1200 engineering professionals in NSW of which 32 letters were returned. We received 133 completed surveys, 14 with missing data. This postal survey was conducted between October-December 2013.
The total number of completed online and postal surveys was 220.
The demographic details of the sample are shown in Table 1 . Respondents having no data beyond demographic information (n=28) were removed. Pairwise comparisons were used for all analyses. Respondents (their partners) were classed as White/Anglo Australians if they described their ethnicity as Caucasian, Australian, Anglo or having migrated from a predominantly White/Anglo country (e.g. America, England, Ireland). All other respondents (describing their ethnicity as non-Anglo or having migrated from a non-Anglo country) were placed in the 'other' category.
The Questionnaire
The questionnaire included measures of the variables of decision maker (race, age and risk taking) and organisation based characteristics (size and ethnic diversity of clientele). The dependant variable was decision makers' attitude towards migrants' suitability concerns. It was a single item measure developed by the researchers which asked respondents the extent to which they agreed or disagreed on a five-point Likert scale ("my senior management team is likely to have concerns about the suitability of the following ethnic groups to fit into my organisational culture"). Based on our experience in conducting empirical studies in Australia and the general hesitancy of respondents to be honest and direct about racism and discrimination in workplace settings, this question was framed from a third party context. Risk taking propensity was measured by using the Jackson Personal Inventory (1994) (α =0.78). Respondents were requested to read various statements on risk taking propensity and indicate the extent to which they agree or disagree on a five-point Likert scale (e.g. "I would never go hang gliding or bungee jumping"). Control variables consisted of the items gender, ethnicity, work role, organisational size, ethnic diversity of client base, ethnic composition of senior management, and generation of senior management (e.g. Baby boomer etc.).
Data Analysis
Our main outcome, suitability concern items, showed a high reliability across the six ethnicities with an alpha value of 0.928. These findings suggest that these items can be treated as a single construct ("Suit_Total"). Both univariate and multivariate methods were used to investigate the predictors of suitability concerns overall and stratified by the ethnicity.
Initially, univariate tests were used to examine variables between groups. Likert data was treated as both ordinal and interval. Levene tests were used to test equal variance between groups and the appropriate t-test results were then interpreted. Mann-Whitney U (Wilcoxon Rank Sum) tests were also conducted on the same subgroups against the same set of dependent variables. Both tests (the t-test and the Wilcoxon rank-sum) revealed almost identical significant differences and therefore t test results are presented. Multivariate backward stepwise linear regression was used to investigate the best predictors of suitability concerns. An alpha level set at α = 0.05 was used as a measure of significance for all statistical tests. Table 1 shows the socio-demographic characteristics of the responders to the survey and their work environment. Almost all responders (94%) were males. The majority were White/Anglo Australians (66%), working in smaller organisations with a diverse clientele group and holding senior management roles in the organisation.
RESULTS
_______________________
Insert Table 1 about here   _______________________   Table 2 shows that the suitability concerns increase with the size of the organisation with a clear trend for all the ethnic groups. Similarly, White/Anglo Australian decision makers had more suitability concerns than ethnically diverse decision makers, a finding that was also significant for all the ethnic groups. Furthermore, the older decision makers had more concerns but this finding was statistically significant only for South East Asians and Chinese. Ethnic diversity of client base was associated with less suitability concerns compared to organisations that had a client base of predominantly White/Anglo Australians. This association was significant for all the groups except Europeans.
Insert Table 2 about here _______________________ Table 3 shows that there was no statistically significant relationship between the risk taking mean scores and the suitability concerns of the decision makers. However, one of the components of the risk score, the decision makers' willingness to bungee jump or hang glide, was significantly related to suitability concerns of South East Asian, Middle Eastern, Indian, Lebanese and Chinese migrants. There was no relationship between their willingness to bungee jump and their suitability concerns regarding the European migrants. Given that this is a sub-component of the standardised instrument on risk taking behaviour, multivariate analysis included only the overall score but not the variable for the decision makers' willingness to bungee jump or hang glide. Our study findings on the relationship between bungee jumping and the recruitment decision-makers' level of suitability concerns and possible tendency for them to take risks in recruiting migrants from South East Asia, Middle East, India or China is somewhat similar to the study findings of Lampi and Nordblom (2013) . In their study, the authors examined whether a person's birth order and presence/absence of siblings have any explanatory power on a hypothetical lottery question and five different context-specific risks including to go bungee jumping. The clearest impact was found in the bungee jump question. The middle-borns were significantly more likely to go bungee jumping than all the other four birth-order categories (Lampi and Nordblom 2013) .
Insert Table 3 about here _______________________ Regression was conducted using backwards elimination and pairwise exclusion.
Results for the significant variables left in the equation are described in Table 4 . In a multivariate model, overall, only the size of the organisation and organisational clientele significantly predicted the suitability concerns with some modest evidence for the association between White/Anglo Australian decision makers having more suitability concerns than other groups. When stratified by the ethnic groups, organisation size was a significant predictor of suitability concerns of the migrants in all the groups. Once this is taken into account, the effect of ethnic composition of senior management significantly predicted the suitability concerns only in the European, Chinese and Indians. Organisation's clientele was a significant predictor in all the groups except in Europeans.
Insert Table 4 about here _______________________ Accordingly, hypothesis 1 that White/Anglo decision makers are more likely to have suitability concerns of ethnic migrant candidates during the recruitment process was supported in the univariate analysis but this effect is explained fully by the size of the organisation in all the groups except Chinese, Indians and Europeans. Ethnic composition of the decision makers remained a significant predictor in the final model of these three groups.
Hypothesis 2 was supported only in the case of the Chinese ethnic group. That is, old age predicts more concern for the suitability of Chinese employees but this effect was not present in the multivariate analysis. Hypothesis 3 was fully supported in that decision makers in larger organisations are likely to have less suitability concerns of migrant candidates during the recruitment process. Hypothesis 4 was supported in all ethnic groups except for South East Asians and Europeans. While hypothesis 5 was not supported but there was some evidence that overall risk taking may influence suitability concerns in the univariate analysis in all groups except the Europeans.
DISCUSSION
The findings indicate that the older Anglo Australian decision-makers tend to have more concerns about the fit of the migrant workers into their organisation. However, this is moderated by the size of the organisation they work in. The findings indicate that decision makers in larger organisations tend to have fewer concerns about the suitability of the migrant candidates than decision makers in smaller organisations during the recruitment and selection process. Similarly, when organisations have an ethnically diverse clientele, the decision makers in those organisations are significantly less concerned about the suitability of ethnic migrant candidates in comparison to decision makers from organisations with mainly White/Anglo clientele. Decision-makers in larger organisations may also have resources for training and development on EEO and cultural sensitivity development. They can be more exposed to corporate social responsibility initiatives that promote inclusive communities and cultures within the organisation.
Larger organisations would have more opportunities for decision makers to network socially and professionally with diverse groups of people due to resource capabilities and business context. It is also likely that larger organisations would be competing at an international level and be exposed to working with people across cultures. This could be with suppliers and customers who are dispersed across globally. This wider exposure then enriches the decision makers' networks with people who are different to them. When these networks are rich and diverse, it is likely to influence decision makers' attitudes and perception during the recruitment and selection process. Decision makers who have rich and diverse social networks would have fewer concerns about the suitability of migrant candidates and would be more willing to employ migrant candidates who are dissimilar to them.
The findings did not support the hypothesis that the overall risk-taking propensity of the decision makers has any impact on their suitability concerns. However, the univariate results indicated a relationship between the decision makers' response to questions on willingness to bungee jump or hang glide and their suitability concerns of South East Asian, Middle Eastern, Indian, Lebanese and the Chinese migrants. We did not include this variable on its own in the multivariate model, as it is only a sub-component of a standardised instrument.
It is possible that the respondents may have given socially acceptable answers to some of the risk taking questions such as 'I enjoy being reckless', 'I seek danger', 'I avoid dangerous situations', 'I seek adventure', 'I stick to the rules', 'I know how to get around the rules' and 'I would never make a high risk investment'. For example, many of the decision makers may have been influenced by the social desirability bias where respondents tend to give overly positive self-descriptions (Paulhus 2002) . According to Paulhus (2002) , it is possible that respondents who have narcissistic and neurotic tendencies could give such socially desirable responses. As senior decision-makers, they may have perceived the need to give socially desirable responses with regard to their risk taking behaviour. For example, if a participant agrees that he or she is more likely to seek danger or know how to get around rules, that may be perceived negatively by the society especially at a time when we have seen There are several limitations to be noted. First, this study takes a snapshot of how decision makers' personal characteristics and organisational characteristics can influence the screening of immigrant professionals during the recruitment and selection process.
Researchers could use experimental or longitudinal designs for more rigorous testing of these relationships. Second, the dependent variable used in this study was a single item measure of decision makers' suitability concerns of non-Anglo background migrant candidates during recruitment and selection. As beliefs and attitudes would not always align with behaviour, future research could examine decision maker behaviour as the dependent variable. Third, the sample was limited to engineering professionals living in NSW, Australia. The social and cultural contexts on race relations in Australia could influence the study results. As such, these findings need to be validated in other social and cultural contexts for a comprehensive understanding of decision makers' personal characteristics and organisational characteristics' role in influencing the screening of immigrant professionals during recruitment and selection.
When organisations are faced with rapidly changing workforce demographics, decision makers need to be aware of how their attitudes can influence the recruitment of employees. Guo and Al Ariss (2015) call for scholars to urgently develop HRM practices that promote talent management of international migrants. Decision makers need to assess how they can not only train and develop their staff about the cultural diversity and equal employment opportunities, but also create opportunities for them to develop their professional networks, which would expose the staff to a wider network of people from diverse backgrounds. Researchers could explore how decision makers need to cultivate opportunities for staff to enhance their social networks in a manner that supports their individual organisational roles. Increased social networking at an employee level can make a unique difference to organisational capabilities, thus contribute to organisations' long-term strategic profitability. When employees have extensive social networks, then the organisation can tap into those diverse social networks to achieve strategic organisational goals by attracting the best mix of employee skills. 
